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“Long, 25 does every human being, to beat hame wherever Ifnd mysell."- Maya Angelou 


INTRODUCTION 


Insune 2020, the Wisconsin Policy Forum published A Teecher Who Looks Like Me: Examining racial 
livers in Wiscansin’s teacher workforce and the stuent-to teacher pipeline? The impetus for that 
research was both te long-standing aca disparities in educational auteames that have persisted in 
\Wisconsin for decades and a grwing body of research pointing to the benefits that a racial verse 
‘ana representative teacher workforce can bing to mitigate those dispanties. Stuces have inked 
‘Students! access ta teachers fram ther ou race an ethnic background with a variety of beneficial 
‘utzomes~ from higher rates of academic achievement, attendance, high schoo graduation, and 
college enrolment, to lover rates of suspension, dropout, and discipline reerals.* 


A Teacher Who Looks Like Me show that while students of color have been ring as share of 
\Wisconsin's public K-12 student population, ts teacher wekfarce has remained overwhelmingly 
vite We found simiar gaps in representation fr indidual race and ethnic groups and throughout 
‘he state in rural, suburban, and urban communities. 

Moreover, we found those igure 4: People of Color In Wisconsin by Education Mlostne over Time 


‘gps tobe fucled by race- 
based disparties at key bie) Ses 


‘educational mistones moos 
required to pursue a teaching 

career. The consequence has 

been a narewingstream of 20% 
people of colortroughoutthe 
‘Sudent to teacher ppaline. 

Specialy, as shownin apa en 
Figure 1 wile stusents of eae 
color made up 31% of 12 ~_ 

students statewide in 2028, os ma 

that share cropped to 24% for 

srasuating seniors, 20% for 

‘hase enrliad in college, 10% saa. mechan 
for teacher preparation ee 


program anvalloes, and 6% for 


feachers statewide. _. SS te 
‘This report flows up on our 

lata ndings by examining oo. 

the drivers of these trends oop sup soit st so Gout nie sole 07 sme ee 

land the range of potential Saucer: zone Oana al Pac ncn Nar Se 


‘ed yan once paren Gs fpr anf pat 


local strategies andstate (iro Brs Satin 


policy options to improve the 
‘versity of Wisconsin's teacher workforce, While this fa challengs with which education leaders 
‘and paleymakers are grappling throughout the country, our focus on te policy propels that are 
‘alored to Wisconsin's paricular challenges and that ideally would complement, coordinate, and 
‘capitalize onthe assets and resources already being deployed 
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We bogin with aciscussion of the barriers and challenges that impede progress toward greater 
teacher diversity in Wisconsin at both the indvicual an institutional level. Then, we explore hey local 
Strategies that schools, districts, universes. and community-based organizations ae undertaking to 
tract, suppor, and retain teachers of color thoughout the state. Te discussion spetlghts some 
peo local initiatives to lustrate how such efforts can take shape onthe ground, Where possise, 
itals considers how well those efforts ae working and what more may need tobe done atthe state 
or local eve. 


Bulding on our understaning of Wisconsin's particular teacher diversity challenges and some of the 
assets lcal institutions are leveraging to atress them, the inal section adresses how statelovel 
leadership and poy levers could complement and supplement local efforts. explores fe key 
poly prioties where we recommend stato‘avel leaders and poleymakers fcus resources and 


Methodology 


We acknowledge the meaning of teacher diversity and teacher student representation can and 
should include mary dimensions of diversity including net only race and ethnicity, but also age, 
Income, experience, gender ent, sexual orentaion, language, and other tackgrounes. Anough 
we believe there i value in research focused on ary ofthese simesions, the scope ofthis reper 
limits the focus and meaning of “versity to that related to race and ethnic. 


‘Our analysis of pubic data for A Teacher Who Looks Like Me lustrate various factrs contributing 
to the magnitude of Wisconsin's teacher cversy problem. In seeking to identify potential solutions, 
we employed a varity of qualitative methods to uncover perspectives an insights on the bari 
{nd stratages related to efforts promote greater teacher cversity fr beth insttuvons (2g, 
Schools, distviets, and higher education institutions) and individuals (2g, college students, teacher 
candidates, and teachers) 


Ina sais of focus groupe with teachers of color from district, charter. an private schools (primarily 
In Miwaulee, where te population of teachers of colo is cansderaby lager than anywhere else in 
the state), we gained valuable perspecive on why teachers enter the profession, why they say why 
‘they consider leaving, and what they think schools, cstrts, and state leaders could do to suppor 
the sucess an retention of teachers of color longterm, 


“Terough Indepth interviews with subject matter experts, practitioners, and administrators 
representing a range of educational insttutions across the state, we gained perspective on systemic 
‘and institutional barirs to teacher diversity in Wisconsin as well a promising models aimed at 
Improving. Examples of those who participated in interviews inde school cstct administrators; 
‘sacher preparation program administrators and instructors teacher candidates: higher education 
insthuion leader: lads of state level ecucation associations; Wiscansin Department of Pubic 
(F) instruction officials: leaders of cammunty organizations and foundations; and others. 


Throughout the report, we highlight a selection of quotes by research participants that capture 
themes that emerged fram our research parcularly wel. The perspectives we gathered from focus 
‘s7aups and interviews, coupid with 2 atonal ecan of policy research and poly Inates in other 
‘States that hold promise as patentia intrumentsof change inthe Wisconsin conte, informs the 
Daley options w offer for consieration at he end ofthe report. 
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BARRIERS AND CHALLENGES 


inthis section, we distil the perspectives we gathered from education and poly leaders ta describe 
‘he individual and institutional barriers to teacher diversity in Wisconsin along thee ofthe principal 
Stages ofthe teacher career continuum. 


college 


Teacher “ee 


chool/District 


Preparatic 


We sta withthe challenges that characterize the end geal -recutment and retention of classroom 
teachers of color in schools and districts. We then work our way upstream inthe teacher pipeline to 
‘examine what fuels the challenges surrounding teacher preparation. Last, we look at some selected 
challenges and barirs to students of colin their pursuit of college errliment and completion. 


Underlying perceived challenge: Racism and racial blas embedded in 
‘education system 


Before we ciscuss these pipeline specific challenges. itis important o acknowledge that many of the 
teachers, educators, and administrators we interviewed pontad to racial bias and racism as 
‘pervasive fectors that undermine inavidua and instuonal efforts ta promote equity across 
Wisconsin's educational continuum. A pevaling perspective was that despite intentions and efforts 
to the contrary, K-42 and higher education systems often favor white students, staff, and their 
Interests in matters such as decision-making, resource allocation, and poy adoption. 


Several of eur inteniowees also expressed a sense that the experience, culture, and perspectives of 
‘people of colar is being marginalized an that auch marginalization hws up in everday 
Interpersonal interactions in work or learning setngs. tconrioutes toa sense of isolation and 
feolings of nt being valued, welcome, supported, or heard. This constitutes an extra burden that our 
‘itervewees observed people of color cary throughout ther teaching career, creating what former 
US. education secretary John King has termed “an invisible tx on people of colr."" AS a result thay 
‘may encounter roadblocks that bar ther progress toward becoming a teacher, decide not o pursue 
2 teaching career, or expationce a sense of burout and leave the profession, 
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‘The following discussion explores some of the key challenges to teacher cversiy In Wisconsin and 
demonstrates tho ole institutional racism can playin shaping the systems, structures, and cultures 
ofthe organizations (andthe individuals that operate within them) that ae tasked with bling he 
teacher careee contin, 


Barriers at the school or district level 


[Athough high levels of teacher turoverin Wisconsin generally have been welldocumentod by the 
Forum’ ang others, esearch has shown teachers of colar confont a efferent st of barriers ana 
challange than ther white calleagues* The folowing are principal actos that our qualitative 
‘esearch with Wisconsin ecucators uncovered that appear to contrite to challenges schools and 
lstriets encounter in recruiting and retaining teachers of coor. 


‘Compensation and negative experiences In K-12 years deter entering teaching career 


‘One resounding theme to emerge around barriers to teacher divest i the nation tha students of 
clr donot sae teaching as a desirable profession. Many of our respondents cite a lack of same- 
‘ace teacher rele models and unfavorable experancesin their K-12 years, during which they might 
have fot they were treated unfairly by ther teachers, who were mare than ikely white throughout 
their entire schooling. 


tink a a of times about how we intemalze oppression. .Thera ware 


‘Teacher compensation was cited as another kay deterrent to both attraction and retention of 
teachers of colar. An Economic Poy Institute analysis estimated that teachers in Wisconsin earned 
almost 18% loss in week wages than other professions requiring an undergraduate degree (using 
pooled data between 2014 and 2028," Unless students succesfull tain financial ad 
“Scholarships, or loan forgiveness fr undergraduate degrees and/or teacher prearation programs; 
‘they can incur considerable debt, making the relativaly low salaries offered by many teaching 
positions unattractive. 


‘Thi, n pat. helps explain a sentiment we heard thatthe teaching prafession sues from 
competion from ether career feds that offer mare nancial secur For many students of color in 
‘Wisconsin who often grew up in low-income households, his may be a compelling reason not to 
pursue a teaching career. 


‘ve had the thought, something else could be easer and pay me 

much, and can stl get benefit Bur wen eames down tothe re 

rs thers and your urna ar the ned that youre filing nen 

ffir staying). ut tha thought fat leaving the prefessian| has crossed my 

mind at those mamens of just feling overwhelmed, overworked, and under 
supported "Teacher 
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Racial bias In hiring and promotion process, 


A structural obstacle to teacher diversity cad by cur respondents and coroborated in accounts in 
ther states simpli aca bias in schoo hiring. and promtion nthe absence of a consistant 
process for selecting applicants and promtions based on abjctve criteria, thase decisions can 
isacvantage candidates of cole. To ilusvate. ene school disvct administrator of coor with whom 
we spoke described siting ona hiring committe and ating Black candidates with the mast 
‘experience receiving the lowest ankings from other white committee members. When questioned 
about this observation, committee mombers explained it with comments such a, "he person would 
ot bea good fit here” orm afraid they wo't stay here” candidatas perceive that thy are not 
Judged tobe as qualified as white peers, that might also lower ther performance in interviews of 
iscourage them fom seeking obs or promotions. 


met ter ates argh = males at Wak Shasta Fenyet 
feeling tke I'm treated ike | belng here.” School strict acminitater 


Workplace doos nat foster a sense of belonging 


‘Teachers of color comprise a relatively small share of teachers in any given school in Wisconsin 
CConsequenty, many teachers of color are the ony if net one of a vay few teachers of coor in thet 
school or disc. In adtion, many districts, ke the wier communities in which they are situated, 
‘are extremely segregated. These forces can contribute toa sense of distress and isolation, of not, 
bolonging and in some cases, of not being welcome. here are @ numberof ways these experiences 
can cause teachers of color to question whether fo stayin their postion 


Fist, according to teachors who participated inthis researc, teachers of color can find theie 
pracominanty wht colleagues looking to them to speak or or represent ther entire race or 
tthnicty. rather than be seen as an inavidual. Simian, in schools where the teaching staffs 
predominantly white but the student population is more racially averse (which i the case in many 
Schoo! eis), teachers of colar often fel thy are called upon to support. represent, and 
‘sdvocate forthe majory of students of color ans thir families. Sometimes that mean they fel the 
‘need t call out racism inthe way white colleagues treat, taka, o talk about stents of alr. 


‘Second, racially Isolate teachers of color ten stay ina stat of alert to be ready to “code switch” — 
‘hati, to adjust their bonavioe to ensure they are not misunderstood or inadvertently making white 
colleagues uncomfortable, Third, a teacher can feel estra pressure ta prove themselves, tobe 
Impeccable or risk reinforcing negative stereotypes about thei race. As one participant put 
‘teachers of color oon fee “condoned to work twice as hard just tobe treated the same,” 


‘These instances all contribute tothe earlier referenced “invisible tx” teachers of color pay ta teach 
Inna predominantly white school or community. Without a mentor or collegues with whom to connect 
‘ang navigate both the technical and cultural dificult of being an eary-career teacher of color. 
‘many teachers of color suocum toa sense of bumout and decide to leave ther postion in search 
fa school community with more racial and etic avery.» 
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For pape of colar, particulary those wha have navigated predominantly white 
saves the majority of our ives, we know when ware walking Inta a rom or having 2 
the competence or the qualifeations tobe there. nd that alan i enough tay, 1 
not nave to defend why Belang Nere In this space.” Schoo! district administrator 


Lack of mentor, principal, and other support especially early In career 


Research by the Forum and others has shown that a substantial share of teacher triton across all 
races occurs in the fist hres ta ve years.» But thes is especially tuo fr teachers of color. A 2019 
Univesity of Wisconsin Miwaukce (UNM) study of public schoo tsachers in Wisconsin found that 
42% of Black teachers and 31% of Hspanic/Latne teachers had loft thei teaching postion within 
‘wo year, compares to 23% of white teachers. The study leo found that teacher retention Was 
ralated, i pat, tothe extant to which teachers trusted other teachers ad ther principals 


"don't see myself staying in ecucation past the nest few years. bg part of jst 
fro mental taking this firs ear was an'me, and hin how dralnedI fetter this 


‘This may provide context fo the perspective we gathered that turnover among teachers of coor, 
‘especialy beginning teachers, largely stems from inadequate supports during the transition and 
eaty years of eaching Based on our interviews, principals and other school leaders havea large 
role 9 play n whether a teacher feels supported. For teachers of color, this may be especialy ue 
because efforts to address racial disparities affecting both staff and students ina given school start 
withthe principal: Also teachers inthe UWM study reported more wust and confidence i principal 
feedback hen the principal shares the teacher's own race or ethnic backevound 


Unfortunatly, those who spoke with us percelved principal turnover asa prablem as well especialy 
In-some of the lowest performing schools where the need for usting, supportve teacher principal 
relationships i al the more crucial. Research cortaborates this perception, showing thatthe 
‘ruption accompanying principal turnover contributes to teacher turover wih n tm is inked 
‘ith wer stent achievement) 


Another common experience rearted by participants fs that eary-career teachers, especialy 
teachers of color, often are required ta handle, largely on their wn, the most ecu and 
calling classroom placements and are assigned relatively larger caseloads of stents with 
challongng academic and behavioral needs. Athough bong pared witha veteran mentor teacher is 
widely recognized as a key factor of success for beginning teachers (ands tchrically a DPI 
Fequitment for ll teachers in ther ist thee years), scarce schoo and eistvict resources often 
means access toa meaningful mentor relationship i limited 
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problems, remedial learning needs, or attendance probiems. ! would think, ‘Why 
aren these kids being elstnbuted Ywoushout ether teachers? Why do | nave al 
the cfu stucents?” Teacher 


LUmited autonomy and career advancement opportunities 


Many teachers of color report a primary mativation for entorngthe profession is a desire to establish 
relationships wth and support students of clon particular. Alongside the crucial support proved 
by mentors and principals, teachers with whom we spoke aio expressed the need for autonomy and 
‘wustin ther professional judgment. Infact, research has liked teacher autonomy in the classroom 
‘andthe ably ta participate in organizational decision making with lower teacher turnover especialy 
‘mong teachers of colar. These factors even outranked sala, professional development, and 
Classroom resourees as factors affecting turnaver among teachers of color. However. teachers of 
cle wore found to be less tkely o work in schools where this kindof autonamy's the norm, 2 
fincing that aligns wih what we heard ftom our research participants as wll= 


(na related note, teachers of colorin our study, especially black male teachers, often fee thoy are 
pigeonhole ito postions where thay are called in to act asthe “enforcer” or dscipinavian for 
‘Sulents who requenty get in trouble or wha have behavioral challenges. Some teachers report 
bong steered to hep wth scent behavior isues even when they are not the teacher assigned to 
‘hat student. Moreover, they perceive schoo leaders as reluctant to reassign them because ofthe 
tisk of ling someone who can connect wth students. They fel that these dynamics mit the 
breadth of experience to which tgachers of color might be exposed to bull on other talents oF 
‘expand thelr skis, capaci, and career opportunites. This helps ilustrate a common reason why 
teachers of calor told us they would consider leaving ther postion or the profession altogether 


fe ike 'm net ing ta mave out ofthis enferer/csinaran| rate, although 
| ant to goon and do administration, fs frustrating because you would think 1 


‘mare kids. ut insta it's the sama push every yea." Teacher 


Barriers at the teacher preparation level 


‘Teacher preparation programs ae the bridge between college completion and placement as a 
licensed classroom teacher. Given the realty that a teacher preparation experience mast commonly 
takes place on both a college campus for coursework) and schools (presence practicum 
placements in classrooms), many ofthe obstacles clcussadin those sections aly here a wal 
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tay, overt onotinant n 
School education in Figure 2: Percent Enrolment Wisconsin Evestor 


‘Proparation Programs 
Wisconsin decined by mimety. 2022102018 
133.4814 between 2032 and eran 


12028. Students of elor could 


represent an opportunity, oa 
however to reverse that 
‘rend. though they a 


represent less than 10% of 
‘those enraliedin teacher 
preparation programs now, 
‘heir anks are falling 3t 3 
less dramatic rate than white 
students such thatthe 
share of all students has 
teen overtime, a shown in 


Figure 2 Wits the ight eT os 
Harahan co daata O20 ONT 
Could help boost enrolment —Shive Fens Car —Shave tack —StaeNapan/Latns 
Inteacher preparation Source: Neral Teens Pepsin Dats Hgbr Cento fet el Reet, 
peat US Deparnort af Ean 


Teacher preparation departments need t be rooted in theories ofan 


High cost of teacher education and lack of sufficient financial assistance 


‘As previously noted nancial barriers are among the largest challenges for poop of color entering 
the teacher workforce. Research suggests students of color are mare key to consider student debt 
‘2 a riterion for selecting career path.” Gwen the relavey lw compensation promised by 2 
teaching career, many wouk-be teachers of colar may be unwilling to ineur the ett needed 2 
complete a teacher preparation program, 


Adin tothe barsar related tothe costof teacher education ised ape” and poor outreach and 
‘communication about existing financial assistance programs that mit awareness of and access to 

‘these resources. In adtion to tulton students pursuing teacher education programs have to pay for 
any licensure tess that the state or their program requires. Moreover as wll be discussed, teachers 
(of color fal these tests at a higher rate than white students, and therefore incur even more cost for 

retaking them. 


‘A rolated financial barrio that appears to be especially influential for potential teachers of colors 
the lak af fenbity in teacher preparation programs to allow them ta work and pursue the airing 
atthe same time. Many preparation programs are designed t be fulltime during the coursework 
‘hase the lca student teaching phase or both. This makes it dificult for students, many of 
tnhom are undergraduate students of color an career changers and da not have the means to 
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forsake compensated employment during that time. Many borrow but and up having to drop ut for 
financial reasons before completing the degre, leaving them worse of than before 


‘Students may be eligible for financial assistance from a variety of sources frm thei ititution or 
‘rom state and federal grants, leans, or scholarships. But despite the vanety of financial aid option, 
In many cases, such assistance falls far short of the full cost of ulton nousing, books, ining, 
fespenses, and other costs of enrllment ina teacher reparation program, 


geting, you're think twice. Alt ‘bean good 
ans," Teacher propa 


Teacher llconsure testing requirements 


‘cording te our conversations 


‘ith teachers and education Figure 3: Wisconsin Eaveato Preparation Program 
‘bdminstrator, assessments Assessments 

Used to gant teaching eenses ene iy re/emly (247) 
present another systomatic 300% wePravs FORT 

Barer to teachers of color 90% 


preparingtoenterthe teaching gay, 
‘workforce. This underscores a 
fincingin A Teacher Wn Looks 7% 

Like Me that showed how pass eo% 

‘tes by teachers of calor on two 50 

‘sesesemants used in 7 

‘Wisconsin's teacher leensure 

programs the Praxis itcontent 2 

knowledge test ana the 20 

Foundations of Reading Test 

(FORT) lag signfcanty behind“ 


hone of wis tchor eon Blick Hpac) Nate 
candidates (Figure 3). This item 
pattem of ower pass rates for snyne icon apart ean, 


teachers of colron standardized Zoisienuheputoncasst Pesce Popa 
teacher ensure exams snot 
unique to Wisconsin. 


Morsover, there is esearch to suggest these tests ar poor predicts of teacher effectiveness and 
performance in the classroom, 2 
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In recent years, DPl and stato policymakers have responded to this issue. Curent sate 
requirements allow for mare exit than in the past on how teacher preparation programs are 
‘uthorzed to assess their cancidates for censure eligi. For example, rather than prescribe a 
set of assessments and passing scores that must be used, educator preparation programs can 
Choose hetween three methods to vey a canckat’s subject area competency ~ a passing score 
Con the Pras test, a GPA of 3.0, ora content porfolo defined bythe program sof rot DPI). In 
‘dco, spacial ecucation teacher candidates have the option ta waive the FORT and use an 
‘atternative method fr demonstrating knowledge and skllas.a reading teacher. 


However, testing and teacher preparation barirs remain. At present, al ther candidates (bestios 
those ging into special education) for elementary teacher licensure must pass the FORT. Aering 
‘that would require a change in statute 


Curriculum does not adequately prepare candidates for classroom reaities 


Final, several interviewees noted that even when teachers do pas assessments and obtain thelr 
license, often they are nt fully prepared forthe reales and demands of teaching, especialy in 
Urban sotings and wth high needs students and students from many cual Backgrounds 
Reasons for this vary. Many teacher preparation program instructors have never taught in urban 
Contexts where students of calor and lotincome students make up sizeable shares of clasrcom. 
In some programs, teacher candidates are assigned offical teaching duties during ther teacher 
preparation courswork, which can provide valuable ortheob experiance but can also present 
challonges fr which teachers may nt be prepared. Moreover, gven Wisconsin's multicultural 
classrooms, teachers and teacher preparation leaders with wham we spoke pointed to @noed for 
teacher preparation curricula to ince a much mare robust emphasis on cukuraly and ngustically 
responsive practices and peda. 


Barriers to college enrollment and completion 


Barriers tn success for students of color in postsecondary education isa multifaceted issue that 
deserves in-depth analysis thats outside the scope ofthis report though college completion and 
{enrolment do not pose a barier to students of cole pursuing the teaching profession specifealy 
{hey deserve mention inthis discussion. Hf students af colo cannot sar or iish college, then they 
‘cannot consider coming teacher. Because most teacher preparation programs confer a 
bachelor's degree, many of te bariers (such as high cost to teacher preparation discussed above 
‘py here. 


Honever, a common perception we hear! from both teachers and higher ecucation administrators 
‘that applies general to undergraduate programs and to teacher preparation programs in patcular 
was thatthe cute of higher education systems, and especially fouryear campuses, generally do 
‘ot understand or adequately take into account the needs of students of color, mulingal’ 
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stulnts fst generation college students, and those from lwincome families n many cases, 
‘hese students are lft to “sink or swim’, as one participant put tnd given litle help in navigating 
the culture and complexities of enrling in cole and meeting is expectations, costs, and 
requirements. 


In adtion, students of color generaly representa small minorty on cologe campuses ae often 
suffer fetings of solaton the burden of being asked to speak fr ther entire race, and unconscious 
‘acm from peers and insructors- analogous to simlar experiences discussed above for teachers 
‘of color in many schoo cistrict. We also heard that these challenges are expecially salen for 
‘Nate Amencan students who, in leaving home to attend college, are severed trom a pariculatly 
crucial connection othe identity as part of thei home community 


Summary of barriers and challenges 
This discussion lays the oundwork for ienting policy solitons aimed at enhancing teacher 
livers Wisconsin. Figure 4 summarizes th key bars that appear ta mt the numberof 
eople of color entering and remaining the teacher pipeline. 


Figur 4: Barlers and challenges oteecher diversity in Wisconsin 


College enrollment and Teacher preparation level 


compton evel 
ti cost of teacher 
Cute ot niger cccon/ beket 
eee Snemn | || sxcetinesr 
eee ae 
ee es | | cracercere 


testing requirements 


© Burculum does nat 
‘adequately prepare 
‘canals for 
Classroom realities 


Underlying perceived challenge: 
Racism and racial bias embedded in education system 
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Racial aisparties in collage enrliment and completion, the frst kay prerequisites to becoming 
teacher, stem in part, from campus cultures that do nat aderess the spect fnancal, academic, 
‘and sociabemational needs of students of color. These stents also encounter Darirs to success 
In teacher preparation programs that range from high cast and lack of financial assistance, to 
lane tests that isnovantage students of calor, insufficient preparation forte reales of 
‘teaching in a muticutural classroom. Final teachers of color experience a range of barriers and 
challnges that eiscourage them from pursuing a teaching career or contribute to cispropertonately 
high atrtion from teaching postions in schools. We found thess challenges to include negative 
‘experiences with teachers during the K-12 years, relatively ow compensation, implict racial bias in 
‘school hiring processes, experinces of goaton and interpersonal raciam in thee school or 
‘community. ack of supper from mentors and picipas. an limited autonomy and opportunity to 
advance professionally 


Despite individual andinsttutional efforts to mitigate the impact ofthese challenges on 
‘communities of elo, they appear to be perpetuated by what mary perceive as an undercurrent of 
Institutional racism throughout the teacher pipaline. The overarching impact fal of these barers 
‘ahold in place systems and inethutional cultures that da not weleome people of color and, in many 
‘cases, convey a message that ney do not belong, The net section explores some ofthe promising 
‘ways lal instutions are working to adres these challenges. 
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LOCAL STRATEGIES AND SOLUTIONS 


‘Tha folowing eiscusson highlights stateges and solutions that our qualitative research sugeasts 
hold promise to improve teacher divest in Wiscensin tthe local love 


While this is not a comprehensive list, t captures many ofthe most commen and effective ways 
schools and districts, coleges and universes, teacher education programs, and community 
partners are werkingt improve teacher workfrce divest in Wisconsin. In some cases, we 
Spotlight intiatwes in particular communities. 


‘ha overarching thread that ties these disparate efforts together is support - financial, professional, 
‘ane cuttural - to help curent and potential teachers overcome the barrirs previously eiscussed 
This support stars with assistance with teacher preparation programs and extends to support for 
teachers inthe tical st fe years oftheir career 


Diversiving the tach 
answer fe advancing 


ational equlty in Wisconsin.” OP administrator 


Target funding and financial assistance for teachers and teacher 
candidates 


Targeted financial incantives and assistance fr teachers and teacher candidates of color could 
‘open the door to many students of eolr who might not otherwise have the mean to pursue 
‘teaching 2s a long-term career. Financial suppor for teacher preparation in particular can take mary 
forms, Tradtional scholarshipe, need-based a, loon forgiveness programs. and service scholarships 
‘an help cover the bulk of tution an other costs associated with paticpation n teacher 
preparation programs. In adaton, pad stipons fr student teaching and ater cinical or practicum 
classroom experiences can replace the need for students to work to eam an income separate, 
providing them wth financial ext to devote their ime to shorter summer and stent 
teacher placements or longer-term placements such as teacher residencies discussed in more 
‘tal bei). n this section, we discuss some selected approaches t financial supper for teachers 
‘ana teacher candidates in Wisconsin 


Distriets could consider offering elary premiums io teachers who agroe to teach in high-poverty and 
hard:to staff schools, classrooms, o subjects. Because teachars of color tend to be more 
‘concentrated in high-poverty districts and/or cary relatively hgh student deb, such policies have 
the poten to benoit tract, and retain more teachers of color than might ctherwise be the case, 


Districts also could review the demographic pattems in their salany polices and compensation plans 
te determine whether teachers of color are compensated at sytematial lower rates than whe 
teachers and take stops to mitgate such spares through compensation and budget policy. 
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Loan forgiveness programs and service scholarships general re set up to cover the cot of teacher 
training in exchange for a commitment teach in high need subject o high poverty Senos. Those 
‘Snpreaches have Been particularly helpful n boosting recatmentof teachers elo ty aderessing, 
‘Student debt 2 


‘boosting recut 


vent of teachers of color by acdresing student abt 


“The Wesconsin Minority Teacher Laan Program aims explicitly to expand the number of teachers 
tf clor by extending loan forgveness to students of color pursuing a teaching lcense in 3 
‘shortage area (such as bilingual or special education) ata Wisconsin higher education insttution 
‘and whe agree to teach for four years ina school wth at least 40% students of colr. However 
presumably dueto tighter ogy rules in the 2015-17 state budget. the umber of awards 
lnder this program deciinea from 68 in 2014-35 toa single lean in 2017-18. We ascuss this 
program in further dealin the next section on polis options, 


We found many of the most promising support programs involved a multevel partnership wth 
‘some combination of puble and private dollars and collaboration between school districts, 
higher education Instiutions, ane community organizations. One example of his is UW. 
"Madison's recently launched Teacher Pledge Program, a loan forgiveness program that aims to 
“attract and retain diverse cohorts of students who are dedicated ta becoming future eoucators 
across Wisconsin," Exclusively funded through private alumi support, the program pays forall 
Instat turton eos, tasting. and iconsing cost for any student who pledges to teach ina 
Wiscorsin school for three or four years after graduation. Their lan can be forgiven in three 
years they pledge to teach in highneed subjects or geographic areas (which include both urban 
‘a urate 


similar pevately funded model, the Janesville Mulcutural Teacher Scholarship, offers 
‘scholarships f $25,000 to Janesvile residents or high school graduates who pursue a teaching 
‘degree at any institution and who pledge to teach fo atleast thee yeas inthe Janesvile School 
District. The program sparked the creation ofa similar program in Beat. 


It shouldbe note that a numberof ecueation leaders wh spoke with us fr tis research were 
not even aware these progvams existed, a realty that should inform policy intarvetions to 
Improve outreach effons and streamline application processes at both the local and state levels 


Partnerships between sco! distets and universities have been used to leverage state dollars to 
provide financial and academic supporto local teacher candidates during ther training For 
‘example, the Wisconsin Department of Workforce Development (DW) awards grants to community 
Fonprofis that partner with school cistricts and teacher preparation programs to expand teacher 
‘waning and recrutmentforlowincome urban schools.» 


-Arecent grant was awarded to Cty Forward Collective (CFC), a nonprofit that promotes 
‘ecycatonal equity in Miwaukee, to partner wth Milwaukee Public Schools (MPS) on scaling up 
‘an Emerging Educators Program. The program helps curent MPS paraprofessionals/educational 
|Bsistants (and ather staff who hold an associate's degree ta continu to worn thel currant 
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poston while, tthe same time, pursing teaching icense through a partnering institution in 
Special or lingual esucation 


“The program was pote in 2029 with AO MPS staf members wha willbe able ta complete their 
teaching degrees debt‘re through a combination of univers tuton reduction and futon 
reimbursement from MPS.2* The DWD grant allows for an expansion to serve 140 new educators 
“and includes further supports from CFC such as mentoring and a soon tobe launched employee 
Tesource/sffiny group for teachers of clara connect and provide mutual suppor. Eeucrtonal 
assistants comprise a more racialy diverse pool of educators than fully censed teachers.*" The 
program's emphasis on tis particular group appears promising gven that this sa group of 
‘educators that already invested in the education of Miwaukee's students. 


Expand pathways to teaching through school district higher 
education partnerships 


‘Curent, those considering teaching career in Wisconsin can take atratonal or ron-tradtional 
(alternative) rout, as defined bythe state, In Weconsin and nationwide, the vast majory of fture 
teachers take the tradibonal route to teacher preparation, essentially by obtaining fisttime 
bachelor's degre from a school of education at a college or university. Only after graduating wth 
ther degree and completing thelr teacher preparation requirements do they eek employment asa 
‘lasroom teacher. 


Far reasons Ini out inthe previous discussion on batiers and challenges, many teachers of colar 
fare nt able to gain access to th tractonal route te teaching andl opt nstens for alternative rues. 
‘Tose routes may or may not be edo higher eduction institutions bu tend to offer more flexi 
cary less cst, and require les ime to complete * Many such programs alow teacher candidates 
to teachin their own classrooms while they compte ther teacher preparation program.» While hs 
fords them practical experience, an alterativeoute teacher candiate can sometimes bog heir 
teaching career without having received comprehensive preparation or suppor. a factor that 
research has shown f corlated with lower teacher retention» 


‘Several nities in both Wisconain and nationwide have sought ta acess this challenge through 
parinrships between school dstrits, higher education, and community organizations working 
{egether. These partnerships train teachers through flexible, altemative pathways that not only 
remove nancial barter and provide a variety of supports along the way but are inked tight to 
sold classroom experince and specific school and district needs. 


In many cass, these are teacher workforce development approaches that work wallin both urban 
‘and rural settings in that they sek longterm retention by investing fom within ~ awn from the 
‘school communi itsetf by cutvating merest ane experts n teaching from a schoo! community's 
high school students, paraproessionals, another school staf. 


Research and experiance has shown these aterative, partnershp-orianted approaches to be more 
effective than the traciional modelo atract. prepare, place, and retain teachers of coor throughout 
‘ther carer. Without sacrifeng the rigor needed to prepare teacher canaiates for longterm 
success in multicultural classrooms, these programs tend tobe defined by 1) a lexlble structure that 
caters othe scheduling and financial needs ofcurent school sta, career changers, high school 
‘Stulants, ana community college students; ard 2) trategle ell placement and ongoing 
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‘mentoring, wheroby pe-sorvce teachers are paired with high-performing experienced teachers and 
receive ageing career mentoring, coaching on ski development and feedback (iseally fam 
mentors who share the same rail or ethnic background) during the training period anc throughout 
the fst one to three years. The mentoring component, alone, has been closely inked by esearch to 
teacher retention and is dscusted further bel. 


Ateratie, partnarhiporanted approaches have ben found fa be mare 
etfectva than the wasitinal model ta atrat, prepare, plac, and retain teachers 
‘oF calor thoughout 


[Athough alternative pathways to teaching that integrate partnerships with schools to expand teacher 
versity can take many forms, two frameworks hold particular promise 


‘+ Teacher residencies a relatively new but promising form of teacher preparation that feature 
pattnerships betwoen school strict ane higher education and are designed around the school 
Astc's speci hing needs. By one national estimate, about haf ofthe particpantsinteachor 
residency programs are people of coor, which aligns closely with the share of students of color 
nationwide, while teachers of eoler comprise only about 20% of al teachers. 


Aralogous to medical residencies uso to tran physicians, the foundation ofa teacher residency 
Is lengthy assignment to classroom often a full academic yar that involves intensive 
“supervision and feedback from veteran teacher, This apprenticeship experience is ntegrated 
‘with careful aligned coursework at a partnering university esutingin a teaching cense and 
bhacheiors or master's degree, Residents often receive both ving stipends an tution reli in 
xchange fora promise to teach nthe district for upto thee o four yeas, during which time 
‘they continue to receive mentring. coaching or other supports.® This ype of arrangement 
“strengthens the resident's preparation, allws them to cultivate meaningful eationships with 
‘the School community, ensures angoig support, and has been shown to improve the teacher 
‘canclate’s stents’ performance on standarced tests, making tan extremely promising 
‘mode for longterm retention of well-prepared teachers of cole. 


though not directed exclusively to teacher candidates of coor. the Wisconsin Improvement 
Program (WIP) ane the UW System's institute fr Urtan Education (UE) intomship program are 
amang.a number of meds in Wisconsin that exemplty mary ofthe features of an effective 
residency program. Under WIP, DP, teacher preparation programs, ana schoo istrits partner 
to prove promising pre-service teachers wih a special teaching icense that enables them to 
‘complete paid, fulltime, semester ong teaching experiences in lieu ofa stent teacher 
placement (school districts pay inten atleast $4,500 per semaster- During ther intership 
teacher candidates ae paired with experienced classroom teachers who serve as onthejeb 
‘mertors* The UE offers paid internships to education majors from any UW System campus to 
‘teach in participating cists to full the student teaching requirements, Item cohars also 
receive mentoring, participate in professional development in cultural relevant pedagy, and 
receive consideration fora fulltime postion ater graduation», 
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“+ Grow Your Own (GY0) programs employ many ofthe features of teacher residences ut place 
particular emphasis an developing teachers fram within the communty fy eremting attractive 
pathways for curent high school students ar schol staff wth potential or interest n becoming 
teachers in theirown schoo 3+ 


‘Several schoo! lists in Wisconsin have established aca chapters of = national organization 
called Educators ising, a mie school or high schoo! student organization for those who aspire 
tobe teachers, Analogous othe approach taken by many district to promote career and 
‘echnical education Educators Rising and similar programs, such a the Liberation Academy at 
‘the Center for Black Educator Development that tke a social justice approach and focus 
‘specifically on students of color, extend opportunities to engage in credi-bearing ot 
fextracuricular activites that give students exposure to and experience in the teaching 
profession. These can include tutonng younger students classroom assstantships, college vist, 
Summer nstiutes on cole campuses, attending educator carferenees, and opportunities 0 
network with education professionals in varus roles. 


‘Some high school GYO programs g further by creating dedicated teacher preparation academic 
pathways that bogin nigh schoo! through formal partnerships between school districts and 
teacher traning programs. These programs often feature the opportunity to earn collage credit in 
high school toware @ teaching degree through dual analiment in local colleges or universities in 
teacher preparation coursework -a strategy that promotes college and carer readinoss, ves 
stucents a head start towar eatning thelr teaching credentials, and saves them tuto cost, 
amang ater benef. 


A particulary promising approach to GYO for diversifying the teacher pipeline is the creation of 
supportive pathways for curent school staff who wish ta become teachers. Many ofthese 
rogram am to support school staff who do nat yet have a bachelors dare (such as 
Paraprofessionals or educational assistants) through training professional development, 
‘menting and financial suppor: needed to bacame a uly-leensed teacher a ther current 
‘school. Other stafo teacher programs are post baccalaureate programs talored fer career 
‘changers who already havea bachelor's degree in another dscpline but need teaching-speciic 
‘raining and coursework 


Racine Unified Schoo! District (RUSD) has partnered wih UW-Pariside to establish School based 
Teacher Academies of Racine (STAR), a two-year progam that exemplifies many aspects of 
strong GYO and resiency programs, STAR dais mainly from current RUSD employees who 
already have bachelor's degrees, places them as fulime salaried teachers in special education 
Classrooms, and releases them one day per week to complete licensure coursework and clinical 
Tequements. Residents recive 950% fulton waiver and financial support for textbooks, tet 
fees, and inensure costs. The program provides angoing professional development and 
‘mentoring both during and beyond the formal preparation program. Half of STAR's fst cohort, 
wore teachers of eal. The STAR program is among the rt of skin in Wisconsin but holds 
promise for replication Infact, Greater Racine stakeholders have intiaed a planning process to 
‘expand itt highschool students. The intent is to leverage a small Educators Rising program and 
‘a career academy framework that are already in pace in RUSD hgh schools to ereatea GYO K- 
412 teacher licensure pathway for RUSD high school students 
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Embed equity and cultural responsiveness in teacher preparation 
and professional development 


To combat the isolation and campus culture that pose barriers to many studants of colr entering 
teaching programs on colage campuses, many teachers and leaders who spoke with us called for 
‘meaningful sits in institutional norms and policies so as to canter the student experince. Rather 
than ask students to assimilate to institutional requirements thisidea puts the onus on the 
Institution o remove obstaces te student success by meeting their social, academic, facial, and 
other needs to help foster a sense of belonging there. This deat encapsulated in an ongoing 
planning effort at UWM tht aims ta crate “a racially weleomingcuture for stent." 


Cur interviews focus groups, and national research alsa suggest the ness forall teachers to be 
cffctively prepared to both recognize the cultural lenses and bases they hod ane bring eutraly 
reeponeve curieulum end practizes to muticutural classrooms af students. «These practices 
raw on the assets students bingto the classroom (rather than a common found focus on 
‘es, foster connecton between students and teachers, and ground instruction nthe eultures 
and identities ofthe students themselves. They als provide particular support to students from non 
‘dominant cultures tobe able to access and master the academic rigor needed ta prepare for college, 
‘career, and beyond 


“The curriculum we have i's very Eurcesntric.Not ance owe ead about Zora 
NNeole Hurston arco we rea African flltales. I's vary white. t's Yor hard for kids to 
relate to that, And 0 think even trom a curieulum perspective, [we need fa change 


Examples inthe classroom include lessons on social movements; ethnic studes courses; diverse 
authorship n Iterature instruction; secalemetiona kil bung that can be transfered between 
ferent cultural settings: and halding high expectations forall students no matter their background, 
Research has linked effective culturally relevant practice toa numberof student outcomes such as 
improved academic performance, better attendance, higher GPA. and lower cropout rats. * 


In action to exp raining for teacher candidates, other avenues for bulding cultural relevant 
practices ext. People we nteriewed suggested making it easer for muftiingval teachers wno 
ome from communities where English is tthe dominant language to become cetifd to teach. 
‘Ancther Key stratogy isthe use of partcipatory design in both intial teacher preparation and ongoing 
professional development. This approach to program design is informed by asking the people from 
‘the communities being serve, "What does a teacher need to know and beable to do tobe an 
cffctve teacher?” 


[Te determine wht to nude in teacher traning, lok tothe pple wh are 
‘current unserved underserved, and most marginalized bythe existing 
‘awledgeabe.” Teacher preparation program facuty member 
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Foster a culture of equity throughout schoolevel practice and policy 


Discussion upto now has focused primarily on attraction, preparation, and recruitment of teachers 
‘of color Here, we bul on previous research by the Forums and others that points to teacher 
tetention 353 crucial ink oa stable, high-quality, diverse teacher warxfore.Effors to recut 
teachers of colar, n particular, could end up wasted if the schoo! culture and werking conditions 
push them out after only shor time inthe ob. To create an environment where toachers of color 
feel they belong schoo need organizational cuttures and cimates that afr teachers! own 
cutures and dente. © 


‘eating actual spaces that welcome, suppor. honor valdate people of 
include me, and you respect me, and you hanar ma, then when give you ideas oF 
how we might be able 1 solve an issue, you actualy hear them. t's about 
ating a space where not just there because you have to check a box. 

Teacher preparation program adminstrator 


‘Some examples of school district policies to promote a culture of equity include the flowing: 


“+ Some schoo! districts are tying to address racial biases and barriers by entering edueational 
‘eqUly asthe lens through which they consider al thelr decisions — from resource allocation and 
professional development to hiring practice, curriculum design, and more. Madison 
Metropolitan School District presents a helpful ilustration of his idea. About seven years ag, 
‘the district undertook a strategic planing process that resutedinanaffr to define the 
‘meaning of racial equty and established a formal process for equitable decsion making.and 
practies called an Educational Equity Guidance Too.” 


For any proposed policy or practice change, the tol takes decision makers through a series of 
‘data: and community-driven steps to consider the impacts of that proposal on ecucatonal 
‘eaulty, The process considers the extent to which dtc resources (such as money, 
Programming, staffing, expertise, et.) are intentional dstnbuted among school, students, and 
Staff such that everyone receives the support thay nee to achieve universal district goals 


Insitutions could use decision-making structures lke this to monitor and adarass some ofthe 
structural forbes and challenges outined previous. For example, distri could monitor the 
\demogyaphic patterns associated with how many high-needs students are assigned fo teachers 
of color versus white teachers. the data roveal inequities, districts can address it. Andif the 
data donot match teacher perceptions, then school districts can use that information to discover 
and respond tthe reasons wt. 


“+ thr districts are undertaking forts to promt curl competance asa key ingredientin 
boulding an institutional cutue of respect, equity, and inclusiveness that helps foster an 
fnnvronment where teachers of color can thre in he longterm. Cultural competence 
‘cammeniy takes form as regular an ongoing professional development nimed at providing 
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Individuals witha st of tools to constructively aad or engage in eifficut conversations around 
‘cultural ferences throughout the organization Examples nce 
‘Training faculty and staf in sef-flection practices to become aware of their own implicit 
bases and attitudes about race, class, power, and privilege as a way to improve working 
relationships between colleagues fom efferent racial or ethnic backgrounds 
© Training leadership to take on uncomfortable lus, and giving them the sls to 
confident lead and fcitatecontraversal conversations among calleagues, parents, 
‘Sucents, and community members, 
Educating staff about how systems and structures of inequality operate and persist and 
bling sil sets to address dsparties within the institution. 


1 the avoldance fa discomfort that maintain te inequities that peraist. Part 
fleading far equity, diversi, and racial justice requires having uncomfortable 
Conversation that might seem contrvarsial. Gut! always say confronting racism 
shaulan't be a controversial topic. This is jut something we should be doing. Wil 
Inde tense? Absolutely, Wilt be uneamforabl? Absolutely, Aut i's not 


‘+ Arother commen theme to emerge from our conversations about systemic factors supporting 
retention of teachers of color was the centaity of school and lett leaderhip for exami the 
‘concept of sistbuted leadership. Encapsulated by one administrator af calor wits the comment 
"Do [have a voice inthis wark?”,dstbuted leadership generally refer to an approach among 
schoo! principal, superintendents, or other leaders to afford classroom teachers autonomy and 
‘seek their input on organizational decisions and policymaking: Ths approach has been 
associated with lower rats of turnover among teachers of calor. * = 


Another leadershiprelated mechanism that emerged inthe perspectives of our participants is 
that teachers of color appear to gravitate toward schools and eistrets where there are leaders of 
olor. Research bears this out, suggesting teachers feel more supported, report higher job 
Sstisaction, and are las ly to turnover when their principal shares thei same racial or 
tethnic background = Input from our participants suggests tis may stem, in pat rom 
teachers of color feeling more confident that they have an advocate inthe spaces where 
institutional decisions are being mage It also creates carer ladders that open opportunities to 
‘teachers of color fr professional advancement. Final, participants in our study beleve that 
having leaders of colar atthe decision making tables where structures, policies, and systems are 
‘esalshed Increases the tkelinood that those decisions wll e considered through a racial, 
‘cuit fens, 
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‘Most school istriets ar gong to ha 
are lig a ena reat quad cnn rey embrace that's poled 
ta ar naeatrthfe..5 mot i reste spe rare el cw Ra uk 
ve are truly serious about changing that change hasta come from within the 
0 tay say) we hav to gt rid hi person because t's casing too much af 
‘lsturbance. And instead, we need to make sure th 


‘Support teachers during critical early years 


‘Consistent wih esearch that has found teachers of color tobe more likly than white teachers to 
leave the profession within two years", our interviewees pointed to Several promising practices that 
focus 0 teacher retention by supporting teachers of color traughout the hiring process and frst few 
years of teaching. 


Hiring and stating processes 


Human resources department procedures and red tape can sometimes slow outreach, recrutment, 
fang ring processes such that quality eandates find postions elsewhere, One relatively simple 
procedure some schools and dstcts have mpemontod is making ure open teaching peiione are 
‘posted eary enough Inthe seademie yar to bo able to reach high-quality candidates f color well 
before they gacuate from teacher preparation programs or receive affes from other school districts 
Boston Public Schools documented the impact of taking this aporeach, and Black and Latina 
teachers comprised almost double the share of teachers hired before August relative to those hired 
in August (40% versus 27%) 5¢ 


“Tha hiring and layoff processes thomselves could be structured to include both systematic 
‘safeguards againtraclal bles and intertional effort to reach and recognize high quality eanchdstes 
{and teachers of enor. Some districts have mage tatege use of eal monttrng of personne 
‘data showing the demographics ofthe teachers wha leave and enter im any gven year otargst thelr 
recruitment efforts toward finding highly qualified taacher that match the demographic neods of 
Schools. We als found exams of poles in ether states where school boards set hving goals to 
fil vacant postions wth qualified teachers of colar te help close the gap between student and 
teacher demographics Finally, some districts are examining changes ta layoff policies that favor 
teachers with longevity as these policies can disadvantage ear-career teachers of colar. School 
clstriets considering hiring approaches lke these might wish to consider ary logalramifeations of 
‘adopting them. 


In ight ofthe predominantly white population in Wisconsin, mary districts already conduct outreach 
tt Historically Black Colleges and Universite’, Hispane-servingiettutions, and teacher 
preparation programs in ather countries ta boost the numberof candidates of cole. Parcipant in 
fur research suggested this approach may have limited impact, however, because af Wconsin's 
‘late, segregated culture, and racial disparties. Thi, n par, Is why cstriets might nthe most 


23 A CULTURE OF BELONGING | FEBRUARY 2021 


succes by focusing on GVO and retention practices, tating with making standard practice to 
‘nclode teachers and leaders of color troughout te hiring process. 


‘some school districts alsa have enhanoed efforts to include teachers of calor throughout the 
‘andilate evaluation process from screening applications, to sting in on interviews, to evaluating 
candidates and making hinng fecommendations. thers have reexamined thor overall candidate 
‘evaluation policies. One example ofthe lata isthe Monona Grove School District (MGS), which 
‘worked with national consutant to underake a comprehensive audit of shri and recruitment 
practices. Among the poly changes to emerge from this process, perhaps the mast cuca stop 
‘eward mitigating racial bias was the creation af @ competency-based screening rubric and hiring 
process that eliminates “gut” reactons from hiring decisions that can inadvertently screen out highly 
‘Qualified cancidates of coir 


Intensive mentoring and coaching for new teachers 


|Aresounaing theme in ou research, and one that aligns clesly wih the Iterature and national best 
practices related to supporting teachers af coor was the need for comprehensive mentoring 
{focusing on career development), coaching (emphasizing specie skill development} and other 
professional development supports throughout a teacher's fst three to five years. © These 
programs are important in general for teacher affectveness and retention. Typically, they aim ta 
unpor new teachers through some combinaton of fentation, mentanng, classroom observation 
‘and feedback, and other eary-career suppers. Wisconsin requires schoo districts to offer ongoing 
supporto all new teachers, including three years of mentoring by an experienced teacher who has 
completed state- approved traning, © Based on our research, however, the mentoring being offered 
bby many districts fale short of providing a level of support that aur patcpants say new teachers, 
Including teachers of cole, need. Schools and ctrict that recogrze this asa need for supporting 
‘an retaining teachers of color are addressing ina number of ways 


According te our participants, there is a need to adapt earcareer supports to the particular context 
{especialy ested to the demographics of the school community) in which a new teacher has been 
placed, The Madison school istrit has intiated efforts to tallor ts support frst yen teachers to 
‘lig with the specie changes a teachor may face. asking questions suchas, "if we are placing 2 
new teacher of colar in a school whare the community and school staff re predominant white, Bow 
fre we asa ctict supporting them?” The district als has strategically allocated resources aimed at 
unportingearh-carer teachers by paring them during thelr second and til years wth veteran 
teachers in their own schools, a practice that simultaneousty allows the district to provide 
‘experienced staf wih leadership opportunities, 


think a part of the onteartng proces, the district could assign the new 
teacher ta teacher of color team. Because When you onboard someone ito the 
district. yu are surraunding them with people who ean suppor ther success. 
Thats the whale pot of noardng.” Teacher 
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Cohorts and affinity groupe: Networks of mutual support for teachers of color 


To help mitigate some ofthe fecings of isolation that can cause teachers of color to lave a teaching 
poston ar the profession atogether, some ctrcts have erated cohorts, afin groupe, other 
deni based professional learning networks that provide community and support for teachers of 
color as they navigate the challenges and experiences of working ina predominanily white 
Institution. These can take shape as monthly workshops aimed at practical professional 
evelopment on general classroom practices, cuturly responsive teaching. or navigating personal 
‘an interpersonal experiences of racial bias or acim. Thay can also be aimed at helping teachers of 
‘ola develop skis to lead ther schools districts on issues of diversity, uty, and inclusion 


‘Summary of local strategies and solutions 


‘This discussion encapsulates a wide varity of iniatives that schools, universities and ether ents 
are undertaking to remove the barriers and challenges that impede progress toward enhanced 
teacher aiversity throughout the teacher pipoine. Some ofthese local efforts target funcing and 
Suppor to incivdual teachers or teachers:n-taining, Key among such individual eupports ae 
financial supports such as salary premiums fr teachers in high-poverty schools as well as lan 
forgiveness and service scholarships funded ty the state, loca intiutions, or cammunty partners 
that expand access to teacher education programs. Cther key stateges include one-on-one 
intensive mentoring and coaching during the fst few years a a licensed teacher; and cohort 
programs that establish networks of mutual suppor for teachers of coor. 


Other approaches aim o effect systmic or organizational change as away to enhance the 
conditions and organizational cutures that weleome and foster success or teachers of colo. At the 
teacher training evel a paricularty promising example of these ietulonal approaches the 
estabiishment of teacher resiency and GYO programs that emphasize developing teaching talent 
‘rom within the community by proving intensive training whe removing bars related to cast and 
‘oxiblty. Enhanced training in cultwaly responsive practices and alternatives to licensure tests 
such as performance-based assessments of teaching abil also hold promise. Strategies to support 
‘and retain cenaad teachers often begin with efforts ta fster aqui throughout a schoo! or cstrct, 
‘through decsion making procedures guided by anticipated impacts on equ a comnmitment to 
‘organizational cutural competence; and effrts to davelop a racially diverse anc equty minded 
cadre of schol and district leaders. Finally, schools and dstcts can ennance the racial and ethnic 
versity oftheir teaching staff by revamping hiring an staffing processes and procedures to remove 
racial bias and attract and retain high ualty teachers of color. 


(Our Findings on loca strategies to mitigate barriers ta teacher civersityin Wisconsin (summarized in 
Figur § on the next page) fame the next section on possible roles the state could play to 
complement, improve, or expand what i already working on the ground. 
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Figure &: Summary of loalstrateges addressing barriers to teacher divers In Wisconsin 
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STATE-LED POLICY OPTIONS 


As llustrated in the previous discussion, many K-12 schools, higher education institutions, and 
‘communty partners across the state have taken creative steps ta akiess the challenges to creating 
‘2 verse teacher workforce. Yet despite these promising localized efor, a lack of diversity persists 
In choos and teacher preparation programs throughout Wisconsin 


‘The scale ofthe challnge suggests a need for action at the stat level, State-even policy has the 
potential to advance teacher dversty beyond what localized approaches can accomplish alone. AS 
‘oted by the Local and Raglonal Gavernment allance an Race & Equty. "To aévance equ, 
government must focus nt only on inividual programs, but aso on policy and insttutonal 
Strategies that ae diving the preducton of inequities." 


Informed bot by this analysis ofthe Wisconsin context an by our review of stateJed efforts around 
the cunt, n this section we consider how the state of Wisconsin could ful a lesdrshi ale 
‘advancing policy that addresses Wisconsin's speci teechar divert challenges 


nt must facus net only en indvaual programs, but al 


‘on poli and instutional strategies that are driving te 
‘Loca ana Regional Gov jance an Race & Ea 


f Elevate teacher diversity as a top education priority 


‘Those who shared their insights for this report suggest that inthe absence of @ 
coordinated, statewide approach, each community Is fending fr iself to address its teacher 
‘workforce diversity challenges. Communes are dingo with lnited resources, key ereating 
inefficiencies such as forgone opportunities to benefit rom leszansleamed: duplication af efforts 
‘ane costs; and expenditure of resources that might be better deployed for alterative purposes. Te 
‘aise the priory of teacher diversity and improve coordination, stat leaders could 


‘+ Convene statewide stakeholders to set a common vision and align efforts around it State 
leaders could convene a special ack fore including racial cverse stakeholders representing 
legislators, DP, superintendents, schaos, teachers, teacher preparation programe, and 
students The purpose ofthe taskforce would bet clearly define the nature and scope ofthe 
teacher diversity challnge inthe state, provide advice on potential solutions, and establish 
foal, accountabity messures, and metrics fr evaluating success in addressing existing 
Aispariies. Ohio's state ‘ove teacher diversity efforts are aligned with the work ofits Dwersiying 
the Education Profession in Oho Taskforce which cule provide = model for Wisconsin 
‘Similar, the Arkansas Department of Education's Teach Arkansas Campaign arents number 
of state led supports and intiatves around five spectic teacher workforce goals, one f which 
{increase the number of minority teachers in pubic school by 25 percent in years." 


“Explore lative solution n tandem with key orl stakeholders suchas superintendents and 
others mantoned forthe tsk force toe, policymakers could assoss a varity of eglatve 
options. The Noth Carona legate commissioned an ana hat ound 13 state thaws 
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or directives aderessing rcrulting and retaining teachers of colar. One of those was New Jersay, 
which promulgated a law aimed at increasing access to teaching pathways specifically for men of 
‘lor Also, after Washington State's Professional Standards Board identified educator workforce 
livery ata state privy, legsiatura crated a grant program ta pilot and scale up GYO 
programs across the tata, wile Massachuetts created a Teacher Diversification plat 
program that “names and works to combat challenges that impact the diversity ofthe teacher 
Worsfores across Massachusetts." A special lgiitiva cour could be creates to consider 
legislative options for Wsconsin, or that responsiblity could be charged tothe task force 
‘descined above, 


tis important to note that Wisconsin's DP already i helping to conrinatestatowide efforts. The 
department has piloted the creation of three regonal councls one in Madison, one inthe 
Miwaukee/Racine region, and ane aimed at rural communities statewide, each made up of some 
combination of representatives from DPI schools, districts, universities and other key stakeholders. 
Tha councis have begun colaborative work to bulla high-quality teaching pathways, especialy GYO 
programs; share bast practices for teacher retention; identi sources of financial suppor for teacher 
andes; and many ether considerations to enauring an adequate and diverse teacher 
‘workforce 


As the frst to be launched, the coun forthe Mauison regon has made progress toward building 
calabortions between teacher preparation programs and school districts. his regal approach 
Could be scaled to include the rest of Wsconsin, ft could help unt loalefors inte a broader 
‘Satewie strategy. Indee, the regonal coun! model compares easly wit a key recommendation 
‘made y the Coun of Chia State School Officers to create ‘colaborative mechanisms suchas the 
equity las that states have organized to address equity gaps, provide spaces to gather the right 
stakeholders and work in collaboration wih ather exper inthe state""= 


$ Target state investments 


‘Te state also could promote teacher diversity through direct investments in inaviduas 
Institutions, and programs. Options might include: 


“+ Financial essstance to support students’ completion of collage and teacher preparation 
programs Providing assistance to individuals to help fst the casts of teacher preparation 
programe and ieensure is ane ofthe most common strategie states employ to cversity thee 
teocher pipes." As noted earlier, Wisconsin already does fund the Minorty Teacher Laan 
Program, but the program has failed to reach many recipients. especialy recent years. The 
umber of awards made under ths program dropped from $159,000 for 68 awards in 2013-14 
10 $10,000 for ane award in 2017-18. The 2019-23 state budget allocated $519,000 tothe 
program and expanded eligi ina numberof ways compared to prior years, but data are not 
Yet availabe to show how that affected the number and amount of awards given aver he past 
‘wo yeas." 


‘State investments to improve teacher dversty in Wconsinlogicaly could begin with efforts to 
‘expand ality and autrach to prospective recipients by maximizing the reach of what the 
‘state already budgets uncer this exstng program. Moreover, eighty forthe program were 
‘expanded, for example to allow recipients to teachin schools with 29% minoety student 
‘membership the statuary threshold prio tothe 2015-17 budget), rather than 40% under 
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currant law, demand for this kindof nancial suppor likey would surpass the number of awards 
‘currently availabe. Fr instance, aver 750 students of color were enroled in Wisconsin educator 
roparation programs in 2018. Even a quarter af that number an aparoximatin ofthe number 
of students of eolrin the fist year ofa four year bachelor’s program in teaching that yet, 
‘Sienficantl exceeds the total number af awards mods since 2013-14 (135). 


“Te state also could appropriate resources to augment the privately funded efforts for UW. 
-Macison's Teacher Pledge program. which s previously noted, provides loan forgiveness 
scholarships to UM-Macison Send! of Ecucaton students The sate could target ts resources 
tw expand access across the UW System. Policymakers should ensure any investments in 
financial assistance programs include resources to sufcietly publicize and streamline 
application process to expand awareness and access to teachers of color. 


‘+ Fund grants to insthutons to incubate or expand programs that expand the pipeline of teachers 
of eolor, The state also could fund teacher prepartion programs, school distil, and 
partnrshipsbetwoon them to create or expand promising teacher residency and GYO programs. 
[though i was not adopted, Governor Evers 2029-22 budget proposed eliminating the Minority 
‘Teacher Laan Program and replacing with a competive grant program to school dtc for 
forts to recrut teachers of coor. ths ein, the state could consider expanding workforce 
development grants similar othe recent DWD teacher taining grants made o school cstrict 
‘aa higher education partnerships in Mitwaukoe and Madison (sce page 16) 


We found several examples ofthis approach in other states * Tennessee"? and New Jersoy"® 
‘have bot funded collaborative teacher residencies, effors to recruit and prepare teachers of 
color, and other innovative collaborations between school districts and teacher preparation 
programs, Texas passed lagsaton to create a competitive grant program targeting the 
{reaton of teacher residency programe at Texas A&M Univerty- Commerce, The Texas Esucaton 
‘Agency also extends compettive gants to school dsr, educator preparation programs, and 
ther entties to increase the quality and divert of the teacher workforce though GYO 
programs. © Final, California sought to addres teacher diversity and retention across the 
‘State by allocating $75 mon in sood funding for grants to grow teacher resisency programs 
statewide, 


‘An important caveats that the high-quality residencies we have described call for strong 
partnerships and shared vision among institutions at multiple loves (stat, higher education, 
School district, philanthropic and community partners, et.) Stata support often is kay to defray 
the considerable startup costs that characterize these effrs. ut inorder to be sustainable 
longterm, these cooperative efforts generally require diversified funding streams from every 
level 


‘+ Leverage federal funds to support state and local efforts to improve teacher ders In dition 
te providing ts own funds, the state could undertake a comprehensive review ta deny or 
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‘expand the use of federal funding for state and local schoo isticts' efforts to both recruit and 
retain teachers of coler. Our national scan suggests two main sources of federal funding on 
‘which Wisconsin may be able to capitalize Higher Education Act (HEA) Te I Par Teacher 
(Qualty Partnership grants) and Every Student Succoods Act ESSA Tite I Part (Preparing, 
Trmining. and Recrtng Licensed Teachers, Princpais, and Other Schoo Leaders grants), 


The state could provide technical assistance and guidance to help schoo disticts and teacher 
reparation programs poston themeslvesta take advantage of HEA Teacher Quay Panership 
fants, The progam provides compat grants to partnerships betwaen teacher preparation 
programs and schoo districts that seek to improve teacher preparation, enhance professional 
fevelopment, and expand schoo leadership acts aimed at supporting new teachers. Grants 
are not specially for teacher diversity, but many states have used them fr that purpose. 
Awards can support number ofthe stateges, especialy thosa elated to teecher retention, 
ascribed in the previous section. including mentoring and coaching during preservice 
‘classroom experiances: high quality earycareer teacher support (induction programs: 
_aerative routes fo teacher licensure; and teaching resicencis." 


Grants through ESSA Til Part Amay be awarded ether direct to states oro local schoo! 
distcts and can be used fo a wie range of activites, many of which have been outned here 
and overap considerably wih eligible uss fr the HEA Teacher Qualty Partnership grants 
“These rants can also be loveraged to improve recruitment and retention of culturally competent 
‘educators, especial teachers of color; GYO programs that target paraprofessionls' ability to 
tain teacher raining and credentials: the development of affinity group suppor programs: and 
longing professional development in cultural competency and equty coaching. 


— me MOvide both flexibility and rigor in teacher 
4” preparation and evaluation 


‘Studies have corroborated perceptions expressed in ur intniows that required teacher licensure 
tests donot consistonty measure or predict effective teaching practices, hat this maybe especially 
tue for teachers of col, anc that there are val, unbiased aternative ways to assess classroom 
practice that predict future teacher performance. * % 


With respect to the stats role in teacher licensing, two principal themes we heard are the need to 
replace or supplement teacher censure exams with pefformance based assessments of preservice 
teachers and the need for Nesible icensing policies to aderess school stating challenges while aso 
ensuring rigorous standards. 


{von the bariers posed by censure requirements for teachers of coor, logical state policy 
response iso eliminate or offer ateratives to existing tescher ensure test. These tests could be 
‘replaced or supplemented with assessments of actual classroom teaching performance based on 
Valid standards of effective teaching practice, incucng those relat to cultural responsive 
practice° 


For xample, as noted previous a change in state statute In 2019 created a waiver onthe FORT. 
lowing teachers working toward special education censure to demonstrate their teaching sks. 
using an alternative course of study that covers the foundational pias of reaing, incorporates 
feedback fram an instructional reading coach, and requies a portfolio that demonstrates 
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competence in reading instruction. However, those seeking intial censure as an elementary 
teacher or racing specialist are stil equired t pass the FORT.= 


{Given the way in which the FORT alone appears to screen out teachers of color, state policymakers 
could considee adopting statutory changes eliminating FORT asa requirement for losnsure for ll, 
‘teachers and replacing witha requirement that al teachers demonstrat their kis and 
knowledge ta teach reading using practice based performance assessment. n other words, the 
atterative cours of study offered to special education teachors may be asuficient modelo 
‘expan forall teachers, aithough careful evaluation woul be required to ensure that approach 
rainy preccts efectne classroom performance 


Other statas have enacted policies aimed at this gal For example, Massachusats piloted a new 
practce-based performance assessment of teaching skis for student teachers that aligned with 
the same standards used for current teachers. Based on @ 2019 evaluation, the new instrument was 
found t bea better predictor of teacher performance than state licensure exams % Another 
‘example comes from Vigna, where peovisinaly licensed teachers who attemptad but dé not pass 
‘a inal ensure mxam are abla to obtain thelr icenee through a recommendation frm a 
Sunerintengent anda yearly evaluation rating their performance as proficient. 


Studies suggest teacher loansure tests da not cansistenty measure or predict 
fective teaching practices, that ti cal tru fr teachers of coor, 
‘and that there are valid, unbiased aterative ways toassess classroom prac 


Given another key observation from our research regarding the need to expand the numberof wall 
prepared teachers of elo in shortage areas such as special education ang bilingual/bculura 
‘education, greater lex with regard to state requirements for shortage arees may be warranted. 


‘One praising avenu toward this objective is through state-approved district specific teacher 
preparation and licensure pathways Fr examplo, the state already offers thresyea cstct: 
pansoced leense with stipulations through which districts are alowed ta create dtrict specific 
professional development programs tat alow educator already lensed ta teach across a wide 
‘ae band or ether subject areas to receive comprehensive traning aimed at developing their 
mastery inthe specie subject areas and olevant grade ands where they are assigned to teach 
‘Mier tree years of experience and review by DP or an educator preparation program of thei work 
portfola demonstrating ther proficiency, the teacher can supplement their intial cense with 3 
Specialty eense inthe specie area in which the dite training program prepared hem. The state 
could provide funding. incentives, echnical sistance, and other supoors fo cists 0 aval 
‘themselves ofthis mechanism, especially if thoy use it to expand teacher diversity 


‘A rolatod policy that would require more substantial statutory or rule changes i to ereate teacher 
preparation and lesnsure pathwaye where, rather than depending on aut teacher preparation 
entities, districts davelop and deliver directly the teacher preparation trairing needed to mest their 
‘own sang and competeney need This training could be atractve to staff wha are already 
Committed to the distrets students and fails but might lack the francil wherewithal to pursue 
existing teacher training programs. could ba accompanied by a tives ofveyear service 
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conmimen A evalution of dstristun ache reparation gars in seer ison thst 
{hoya boot at iar dese eacrtgoy hares usa priced 
‘infor Sir acheomert ovum os etg Mepmatinproga 

Require greater transparency and accountability for teacher 
Sf preparation programs and school districts 
‘here are ruber of ways the sas conncon wih esha reparation progam ne 
Tien des cod nr ai olen and ornaten ox reac foun ee ton 


and priory an teacher diversity, tacking profess, and consequently, advancing teacher diversity 


Wisconsin administrative code curently requires all teacher preparation programs to submit to DPL a 
plan that shows how the progam wll devota the necessary resources to ecru, anal and retain a 
tiverse student body In ation, the federal HEA requires institutions that house teacher 
preparation programs tissue performance reports tothe state and general publi, Incuding 
Information onthe racial an ethnic breakcown of those who enrol in their programe, 


Honver, thay are not required ta do the same for those who complete ther programs, even though 
the number and share of progam completers by race arguably is @ better indieator of program 
effectiveness andthe future supa af teachers of color. This omission makes dificult to entity 
‘ang access shortcomings in those programs, In the absence of a federal mandate, the stato could 
‘exercise its author to require that teacher preparation progams report completion rates by race 
{or al teacher certiteation programs. 


‘Tha HEA also requires states to determine oiteria by which to evaluate the quallyof teacher 
reparation programs. naccion ta common evaluation teria used by most programs — Hike 
inaicatars af teaching skill and pass rates on licensure exams - the state could estabishciteria and 
tse them to evaluste programs on racial and etic cverstyof both envolees and completers, as 
done in Delaware, Vigna, and Tennessee. 5: 


There area numberof ways the tat, ta 


Delaware goes. step futher by using such data to “inform recommendations for continuous 
Improvement of preparation programs and determine the direction of statowide intiatves related to 
vers the teacher warfore,™ North Carona recently approved a mesure that holds is 
teacher preparation programs accountable for efforts to enrol cancidates of colar ata similar ate 
‘that the wider institution enrolls thor, as wells for growth in representation of candidates of color 
ver time. With ate sosourtably measures focused on improving versity among teacher 
Candidates, institutions might be more likely o invest in rcruting and supporting cancdates of 
colar. 


Foal just as teacher proparation program data collection and accountability standards could be 
rongthened state pole also could require schoo! discs to both report and be accountable for 
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various measures of teacher diversity and retention of teacher of color as has been done in ther 
‘States auch as lino, Massachusetts, Tennessee, and Vga. 220 


For example, although DP! already publishes schootevel teacher demographic an its website, the 
‘department could promote more public awareness of teacher diversity by publishing an anual 
‘report that makes statewide rend data on teacher and student diversity available nd proves 
policy recammendations to school boss and cst, as Tennessee's Department of Education 
has dane 


DP! aso could require school stricto publish teacher recrutment, retention, and atrtion rates — 
‘isngsregsted by race ~ as part of state anual echool and ditt report cards- Delaware, or 
‘example, posts an educator mobility dashboard that shows staff retention an turnover rates 
‘lsageregatns by race atthe state istrict and schoo! levels. The state aleo could require 
retention rates, clzagregated by race be tracked according ta the teacher preparation programs 
from which teachers graduate. Such data cout provide valuable insight fr improving both 
‘educator preparation and eary-career suppor, 


Fall the state could include teacher diversity as one ofits evaluation tra for its federal ESSA 
report card. Such reporting could be used as the basis for publicly announced state and local 
teacher alversity goals, help inform analyses of how well teachers reflect the racial and ethnic 
‘demographics ofthe state's students, and create awareness, transparency, and progress around 
‘ssues of teacher diversity, 


7 Build state data system capacity 


ATT tro noe ortttar data inggogated by ace and ethic emarged as a major hare 
inbet ur cera i atone sen crc afer seb 
‘pnoushed tree dnoy clog though reat ingrarate Ogura 
Raza vas rete econ, hoya teamed eae 
State tran the pbleece tns ort cone nora tention mesons, Sata 
fncrtp on so mpeve inet cei refrac’ hing eed en 
Sn capt fr entered econ man at a ag othe eacaton Sten, 


‘Tha state of Ohio presents an instructive case, Faced wit teacher dvesty gaps that are very similar 
to those in Wsconsin, the Ohio Department of Education selected teachor diversity as ane ofthe 
‘measures on which t would be hele accountable on fs ESSA state plan and undertook a data ven 
‘appreach to propel is actions going forward. The Ohio wotkgyoup onthisissue undertook a 
Comprehensive data analysis of cers gaps at every level of the educator earaer cntinuum using 
23 free Data Tool developed by the Center on Great Teachers & Leaders. 


Use of this hind of ool cou help identify weaknesses inthe state's data collection systems uch a 
the lack af data on those whe complete postsecondary and teacher preparation programs in 
Wisconsin) and help focus attention on why fewer teachers of cole are progressing to various stages 
‘along the educator preparation continuum and where inthe pipelines the racial daparties are most 
Severe Sites suchas Calfomia have reviewed ther data systems inthis way and sought a bulla 
systems that combine K-12, postsecondary, teacher preparation educator workforce, other 
‘workforce outcomes, and even social service infrmation.= 
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Infact, several participants in our research suggested this kindof approach as a major opportunity 
for Wisconsin's efors to close educational equity gaps. Specifcaly, they expressed the need for 
\isconsin to bull a comprehensive K-20 data warehouse that connects the various data sos that 
‘operate In a rlatively Independent fragmented system across the stato. These include but are not 
limtae te DP's pubic school student autcomes data; DP's staffing data data within or eparted by 
‘ch institution of higher education both pubic and private: all approved educator preparation 
programs (tot traditional and altrative routes); federal data on teacher preparation programs: 
‘andthe educator employment database the Wiconsin Education Career Access Network (WECAN) 


‘Such an undertaking katy would requite major investments and would ental atleast some risk, 35 
‘ther state information technology projects have gone over buigtin some instances or even failed 
outright in rare cases. However, i could offer unprecedented insights and benefits that extend well 
‘beyond the question of teacher avers 
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CONCLUSION 


‘A Teacher Who Looks Like Me cited the importance of a racially and ethnically diverse teacher 
‘workforce for both white students and students of coer algo ilstrated te nature and scope of 
‘Wisconsin's teacher workforce diversity challenges, 


In this report, we sought to address savera ofthe questions raise by our earl esearch, suchas: 
What are the conditions and barvers that prevent candidates of colar frm joing the ranks of 
teachers and bulleing a longterm career in the profession? What ae schools, distrits, higher 
‘education institutions, and others doing a change those conditions? And what more could be don, 


‘especialy by the state, to move the need on this important eamponent of educational equity? 
To answer these questions, we gathered perspective from a broad array of Wisconsin teachers, 
school and district leaders, teacher education faculty, higher education administrators, state leaders, 


‘and others. asc on ther input and summarized in igure 6, we identified key barriers to expanding 
‘teacher diversity at three levels ofthe teacher pipatine. 


Figure 6: Barlers and challenges to teecher diversity In Wisconsin 
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Underiying perceived challenge: 
Racism and racial bias embedded in education system 


(Our research aso identi several promising strategies that local institutions have been initiating to 
mitigate these bamers and ways the state could suppor and expand upon those local efforts. igure 
77 aisplays options for state poymakers to consider along five interrelated fronts: 
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Figure 7: Summary of sate pole option for advancing teacher diversity 
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Elevate teacher dversty as a top education priorty in Wisconsin by convening key 
stakeholders to establish a common defintion ofthe state's teacher dversty challenge; 2 
Vision to guide and coordinate disparate local programs and leqslatie stateges: and 
specific state/local goals, transparency and accountability measures, and metrics for 
‘rocking progress. 


“Target state Investments to support both indhviduals and insttations. The state could invest 
inloan forgiveness and sence scholarships that oth reduce the cos of college and teacher 
traning and provide incentives fr teachers to serve Wisconsin choos with particulary acte 

Staffingneeds. The state also could invest in programs that expand or suppor highetention residency 

‘and GYO teacher education models aswell as strategically lverage federal funds to bolster state and 

local investments, 


Provide both fecsliy and rigor In teacher preparation and evaluation, The 


EH Motors condor vrnating rfferng termes te fash ensue 

ps teats that historically have blocked or discouraged students of color frm 
rein th teaching profesion. Another tate iso alow es te fey of ning ee 
Sn teacher preparton pregame dese preare teachers fr ste ape eds and 
Confort Ts Goud be accompanied by measurs fo old dates accountale for rcurig hit 
{eachers domorstate iors sate sandals of tactng compete) 


Require districts and teacher training programs to demonstrate greater transparency and 
countably for tescher dverty, Site reporting requirements could be feted to 
{ester greater public ranepareney and accountability surrounding performance by race in 
teacher preparation program enrollment, completion, and licensure sts. Analogous 
provisions could be implemented to require school datrcts to report and/or demonstrate 
Improvement on measures of teacher diversity. The state could further facltate transparency and 
countably by providing userienaly publ accessor dashboards to relat state and local data, 


s/t te dat tansy a ofr ld sn ey stan 

pcrcingand ont feta peta ine drsy nna he 
ADD 2c coesider verging ts autory ard resources to bud a cohesive satwide data 
Mente onncass tagediony sbcivenirtasie ake 


We present these considerations as Wisconsin, alongwith the rest ofthe word, passes the one-year 
anniversary of efforts to respond to an unprecedented global pandemic. At the same time, we have 
seen the ways in which COVIDA9 has dlsproportionately harmed communities of color and 
‘vacerbated longstanding cisparties in many aspects of American life, not least of which i 
‘educational opportunity 


‘As Wisconsin's leaders forge post pandemic path goingfarwad, they shoul consider the importance 
ffs raclly representative teacher workforce as @ component ofa high-performing sjstem of K-12 
‘education that mitigates educational opportunity gaps based on race and ethnicy. Our research 
suiests Wisconsin has along way to go to improve the divers ofits teacher workforce, but that 
local stitutions ae taking meaningful steps, an actionable state poly options hold promise to help 
meet that goal. We hope this report helps guide practoners and policymakers working to advance 
racial equity at ll levels of Wisconsin's edationsytom. 
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